
STAFFING COMMITTEE 22 JANUARY 2020
(5.30 pm - 7.30 pm)

PRESENT: Councillor Sheila Little (Chairman)

Councillors Paul Donovan (Deputy Chairman), Adam Langan, 
Phil Marshall, Joanne Moorcroft, Trish Richards, Neil Sullivan 
and Rachel Williams

Apologies for absence were received from Councillor Helen Treeby

Officers in attendance: Debbie Thompson  Senior Human Resources 
Manager

Anne Greenwood  Senior Legal Manager and 
Solicitor (Employment)

Rob  Jones  Equality and Diversity Manager
Graham Pink  Director of Place 

Commissioning and Commercial 
Management

Sandra Thelwell
Alison Maxson

 HR Policy and Strategy Lead
 HR Policy and Strategy Lead

Grace Harvey  Democratic Services Team

130 DECLARATIONS OF INTEREST
There were no declarations of interest.

131 MINUTES
DECIDED: That
the minutes of the last meeting be approved as a correct record.

132 PUBLIC QUESTION TIME/OPEN SESSION
There were no members of the public present.

133 ANNUAL DIVERSITY REPORT
Members received a report from the Equality and Diversity Manager with the 
annual Workforce Diversity report. The report provided a snapshot as at 31 March 
2019 and collated information on the profile of the workforce with a breakdown of 
the protected characteristics:

 Ethnic Origin
 Sex
 Disability
 Sexual Orientation
 Religion and Belief
 Age

The results showed that the workforce profile of the Council broadly matched the 
profile of the community of Cheshire West and Chester. The workforce remained 
predominately female but now had more women in leadership roles. The number 
of employees declaring themselves as disabled was thought to be underreported 



and it was confirmed that the questionnaire included the working definition of 
disability. There was likely to be significant under reporting of sexual orientation 
and religion. Staff were encouraged to disclose the information and it was hoped 
that the roll out of Best For Business would increase disclosure rates.

An analysis of recruitment activity had confirmed that there were no concerns 
regarding applicants under the protected characteristics and no trends concerning 
employee relations and disciplinary procedures impacting particular groups. There 
had been an increase in take up of adoption, paternity and shared parental leave. 
The performance review scheme did not highlight any concerns on performance 
rewards based on sex, although part time workers were less likely to receive a 
Contribution Related Reward. Because of non-disclosure in the areas of Ethnicity, 
Disability, Sexual Orientation and Religion, the data was not truly reflective of the 
workforce.

The data from other Local Authorities showed broadly similar trends, although as 
there was no national standard of what should be presented, some comparisons 
were not available.

The Council had entered Stonewall’s Workplace Equality Index and this included a 
threshold of 50% disclosure on sexual orientation and gender identity. As the 
Council had not yet reached that threshold, it would be difficult to gain a higher 
position in the index. The Equalities Team were continuing to encourage staff to 
self-declare which would make future reports more reliable and comprehensive.

Members thanked the Equalities Manager for his report and his pro-active 
approach to ensuring the workforce is as representative as possible.

DECIDED: That
the report be noted and work to encourage staff to disclose information continues 
and positive action is undertaken to encourage staff from the underrepresented 
groups into leadership roles.

134 INVESTORS IN PEOPLE UPDATE
Members received a report regarding the re-accreditation of Investors In People 
(IiP) status in 2021. The Council was currently at silver level which positioned the 
Council in the top five percentile of organisations assessed by IiP. The Investors in 
People Framework was organised around nine performance indicators each with 
three themes. A full assessment would be carried out over a period of three years 
using surveys, interviews, meetings and observations. The 2020 interim report 
would be a light touch version, and an online staff survey was planned for spring 
2020, followed by another in 2021 close to the reassessment date.

There was a significant difference between Silver and Gold accreditation, mainly 
based on availability of evidence. The new People Plan would offer measures of 
success and would evidence how results were used to drive improvement. Gold 
accreditation would place the Council in the top 2% of organisations assessed by 
IiP.



The last survey had indicated that over 70% of staff believed the organisation had 
a culture where everyone feels respected. Members queried whether this could be 
further explored in the IiP interviews. It was also suggested that members of 
Staffing Committee could be interviewed as part of the IiP process and members 
could observe interviews if this was permitted. It was noted that those employees 
who did not have access to IT as part of their role were given an opportunity to 
complete the survey within working hours and the HR team made significant effort 
to ensure that all employees were aware of the survey.

DECIDED: That
the report be noted and Staffing Committee would continue to support the IiP 
reaccreditation process.

135 GENDER PAY GAP
Members received a report regarding Gender Pay Gap reporting for 2019. The 
report highlighted differences in the sorts of jobs done by men and women which 
could result in men being paid more than women in the organisation. 

There were six sets of figures reported on:
 Mean and Median Gender Pay Gaps 2017-2019

 Mean and Median Gender Bonus Gaps 2017-2019

 Proportions of Employees receiving Bonus 2017-2019

 Quartile Analysis 2017-2019

The report showed that the gender pay gap figures compared favourably with the 
rest of the sector and reinforced that there was a non-discriminatory job evaluation 
scheme in place.

The majority of the lower graded jobs within the Council were in areas such as 
Streetcare where the workforce was predominantly male, as the roles within 
cleaning, catering and social care were now outsourced to other council owned 
companies.

Removing the data for the Senior Leadership Team from the figures would produce 
a gender pay gap of 0.2%, and the inclusion of leadership data in Council owned 
companies such as Edsential would skew the mean where the total numbers of 
staff were lower.

Members thanked the officers for the comprehensive report.

DECIDED: That
the report be noted.

136 APPRENTICESHIP PRESENTATION
Members received a presentation on the Cheshire West and Chester 
apprenticeship strategy. The funding of apprentices had changed in 2017 and all 
Local Authorities were now required to contribute to an apprenticeship levy. The 
levy applied to Cheshire West and Chester staff and school staff. Existing 
employees could now be classed as apprentices with training at varying levels, 



including up to post graduate level, provided they could be released to attend 
training for 20% of their working hours.

The strategy would ensure that the opportunities available in apprenticeships were 
promoted within the council, both as opportunities for vacancies for new roles at 
grades 2-5 and using higher level apprenticeships to broaden the skill set of the 
Council. The strategy would target areas that needed training investment and the 
creation of career grades could be supported by the levy.

It was recognised that there were challenges in implementing the strategy, notably 
the lack of suitable apprentice providers and the release of staff for 20% of their 
working hours. However it was considered that investing in training staff would 
improve performance and staff retention in the long term. There had been a 
number of success stories already, in areas where it was difficult to recruit or there 
were retention issues, including six current staff who had now commenced the 
degree level Social Work apprenticeship and should in three years, qualify as 
Social Workers. National Apprentice week would take place in February and case 
studies would be highlighted on I-West. 

It was agreed that a future report to Staffing Committee would include information 
on how the apprenticeship programme had benefitted children in care. 

DECIDED: That
the presentation be noted and an update be provided to a future meeting of 
Staffing Committee.

137 LOCAL LIVING WAGE
Members received a report detailing the proposed increase to the Cheshire West 
and Chester Council Local Living Wage from 1st April 2020.

The Local Living Wage had been introduced from April 2016 and applied to all 
employees of Cheshire West and Chester Council. Employers within the borough 
could also opt to become a Local Living Wage Employer. The rate had historically 
followed the rate set by the Living Wage Foundation and it was proposed to 
increase it from £9.00 to £9.30 per hour with effect from April 2020.

From April 2019, the Local Living Wage and the bottom of the NJC pay scale had 
been equal so no additional payments were required to ensure all employees 
received the Local Living Wage rate as a minimum. As the NJC pay negotiations 
for 2020 were still ongoing with the trade unions, it was unlikely that this would be 
agreed in time for 1 April 2020. Therefore it was possible that a non-consolidated 
payment would need to be made to ensure all employees received the Local Living 
Wage.

DECIDED: That
the proposed changes to the Cheshire West and Chester Local Living Wage be 
approved with effect from 1 April 2020.

138 ANY OTHER BUSINESS WHICH THE CHAIRMAN CONSIDERS URGENT THAT 
MAY BE DEALT WITH IN THE PUBLIC PART OF THE MEETING.
It was agreed that the next meeting of Staffing Committee would consider the 
People Plan.



139 EXCLUSION OF THE PRESS AND PUBLIC
DECIDED: That
the press and public be excluded from the remaining part of the meeting pursuant 
to section 100 (A) 4 of the Local Government Act 1972 on the grounds that 
discussions may involve the likely disclosure of exempt information as defined in 
the provisions of paragraph 1 of Part 1 of Schedule 12A to the Local Government 
Act 1972 and public interest would not be served in publishing the information.

140 SENIOR STRUCTURE - PEOPLE DIRECTORATE
Members received an update regarding the changes within the senior structure of 
the People Directorate. 

David McNaught had now been appointed to the job share vacancy for Director of 
Education and Inclusion with Mark Parkinson.

The Director of Integrated Adult Social Care and Health had taken flexible 
retirement and her successor had been appointed and would take up her position 
in mid-March.

The Director of People Commissioning was currently seconded to Vivo as the 
Managing Director.

DECIDED: That
the report be noted.

141 PROPERTY SERVICES - EARLY RETIREMENT COSTS
Members received a report from the Director of Commercial Management 
regarding early retirement costs on the grounds of efficiency.

DECIDED: That
the associated costs of the early retirement be approved.

142 ANY OTHER BUSINESS WHICH THE CHAIRMAN CONSIDERS URGENT AND 
SHOULD BE CONSIDERED FOLLOWING THE EXCLUSION OF THE PRESS 
AND PUBLIC

Chairman

Date


